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Abstract
This graduate management project (GMP) examines the catalysts that led to the creation of the
Equal Opportunity (EO) Program in the U.S. Army. It chronicles the history of the EO Program
from its inception to its modern form. The relevance of the EO Program in today’s changing
human resource climate in the U.S. Army is reviewed. This project describes how the Army
command team establishes a relevant EO Program for its units, develops appropriate EO
management techniques, and establishes reliable program review and analysis management tools
to ensure EO Program success. This GMP explains why the EO Program directive is as salient to
today’s Army command team and military healthcare organization as it was when first published

50 years ago.
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INTRODUCTION
Conditions that Prompted the Study

During the didactic year 2002 of the Army-Baylor Master’s Program in Health and
Business Administration (PHBA), graduate students raised questions during class discussions
about the relevance of the Equal Opportunity (EO) Program in today's U.S. Army, specifically,
EO training required within the Army Medical Department (AMEDD).

The EO program requirements were characterized by some members of the class as a
time-consuming, mandatory training element for the AMEDD, and they questioned the relevance
of the quarterly EO training requirements. Some of the discussion questions included: (a) What
is the evidence that the EO Program requirements are still relevant? (b) Hasn’t the disparate
treatment of soldiers been solved in the U.S. Army? (c) Are racial and gender discrimination and
sexual harassment sensitivity training sessions still needed in today’s Army? Some PHBA
students stated emphatically that they had not seen or experienced any discrimination or sexual
harassment in the Army and that they felt the subject was passé. Yet other members of the class
were emphatic in their beliefs that the EO program elements were relevant and still necessary in
today's AMEDD. The PHBA class discussion contributed to this researcher’s interest in studying
the relevance of the EO Program in today’s AMEDD.

Overview of the Study
This study provides a historical review of the U.S. Army’s EO Program and describes
the program’s relevance to the AMEDD. An overview of the historical context is introduced,
including the development of The Commander's Equal Opportunity Handbook (United States
Department of the Army [USDA], 2005) and the EO data management system. A review of the

relevant literature is presented, and the study’s methodology is discussed. The results section of
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this study is comprised of the graduate management project (GMP), an abridged and user-
friendly EO field guide that AMEDD commanders can access for quick reference. The EO field
guide presents the variegated EO Program elements and describes how they are related to one
another. It defines the purpose of each element and its relevance to today’s Army healthcare
team. The guide reviews how the military healthcare team establishes, maintains, and assesses
the EO Program. The EO field guide provides examples of how the military healthcare
management team can ensure that its EO Program is accomplishing its goals. Lastly, a discussion
section is included and conclusions drawn from this study are presented.
Definition of Key Terms and Acronyms

The U.S. Army’s EO Program draws from a unique vocabulary and set of acronyms. The
most commonly used EO terms and acronyms are adapted from the Department of the Army
(1994) Pamphlet 350-20, Unit Equal Opportunity Training Guide and are included in the EO
field guide.

HISTORICAL CONTEXT

This section provides an overview of the conditions that informed the development of
this study, including the development of The Commander s Equal Opportunity Handbook
(USDA, 2005) and the EO data management system. A statement of the problem is provided; the
purpose of the study is summarized, and research questions guiding the study are stated in this
section. Lastly, the significance of the study is discussed.

Development of The Commander’s Equal Opportunity Handbook

At the beginning of this GMP in 2002, Army EO directives were numerous and fell under

different program titles within the human relations field. Subsequently, the directives were not

easily accessible to leaders; they were difficult to interpret and the majority of them had not been
2



updated since the 1990s. Changes in EO policies and directives have occurred since then. but
these were published as appendices to the existing regulations. Army EO web sites with
hyperlinks for ease of retrieval of EO regulations did not exist, which contributed to the
confusion and lack of availability of EO program management tools.

Furthermore, at the inception of this study, an EO handbook did not exist that could guide
command teams through the process of establishing their EO programs, managing them
effectively, and evaluating the programs” success. The need to address the relevancy of the EO
Program ultimately led to the 2006 release of The Commander s Equal Opportunity Handbook
(USDA, 2005), but first the Army turned its attention to addressing the need for a standardized
EO data management system.

Development of Equal Opportunity Data Management System

LTC Anne Horrell, while serving as the U.S. Army Medical Command (MEDCOM) EO
program manager (2001-2003), was responsible for EO Program data analysis and reporting.
LTC Horrell indicated that MEDCOM units individually reported their demographic data to the
MEDCOM EO program manager’s office. The MEDCOM EO program manager’s staff
members were required to populate data fields for the entire MEDCOM prior to data analysis. It
was noted that the individual reports lacked uniformity in content and format. Without
standardization, data validity could not be established, nor were the data easily comparcd. She
recommended that the data collection criteria and analysis be standardized.

The mission of the EO Program management team was, therefore, to design and develop
an automated and standardized data collection, analysis, and transparent reporting system. The
aim of this system was to streamline command teams” periodic review and analysis of unit

demographics. Furthermore, the focus was on making the data management system available to
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commanders for the purpose of automating and standardizing EO program analysis throughout
the Army. The EO program data had to be made transparent to the command teams and their
higher headquarters for review and analysis purposes (LTC Anne Horrell, personal
communication, September 10, 2003).

This management project will describe the automated reporting system and give
examples of how the command team can populate and analyze unit demographic data as part of
the assessment of the unit EO Program.

Statement of the Problem
Is the Army EO Program still relevant? Does it offer the data commanders need to
effectively manage their EO Programs? Is there anything that helps commanders in fulfill their
EO Program management duties based on data? This project will describe the sequence of events
that led to the development of The Commander s Equal Opportunity Handbook (USDA, 2005) in
order to better understand and more effectively communicate the relevancy of the EO program to
today’s AMEDD commanders. It will review the recently revised methods commanders can use
to fulfill their EO Program management requirements based on unit demographic data entry and
analysis.
Purpose of the Study

The purpose of this study was to describe the sequence of events and issues that
influenced and informed the development of The Commander’s Equal Opportunity Handbook
(USDA, 2005) and explain the handbook’s relevance for AMEDD commanders in the U.S.
Army. The resultant product of this historical review is an abridged and user-friendly EO field
guide. The audience for this EO field guide will be AMEDD commanders and command teams.

For the purpose of this study. EO is defined as equal consideration and fair treatment of all




soldiers “based solely on merit, fitness, capability, and potential in support of readiness™ (U.S.
D.A., 2005, p. 1-2).
Research Questions

The research questions guiding this study were: (a) What were the historical catalysts of
the EO program? (b) What are the responsibilities of the AMEDD command team with respect to
EO program management? (c) What are the resources available to the AMEDD Command team
in establishing, implementing, and evaluating their EO program? (d) What is the methodology of
EO program review and analysis? How should units use the automated demographic entry
analysis system for identifying trends in EO management in the AMEDD? These questions
served as the structural foundation for the development of the EO field guide.

Significance of the Study

The significance of this study is that it clarifies the enigma of EO program management
for AMEDD command teams. Commanders will be introduced to sources that can help them
better understand and implement EO program mandates. These sources include: web-based EO
Program management resources that can be used for unit training and a web-based automated
data management system for populating and analyzing unit demographics. The result will be an
abridged and user-friendly EO field guide.

REVIEW OF THE LITERATURE

In 1996. the Secretary of the Army, Togo D. West, Jr., stated:

An Army is based on trust...the trust of the American people that we will defend them

and trust of our Soldiers that their leaders will do what is best for them. When we violate

that trust, we disappoint our country and betray our Soldiers (as cited in Secretary of the

Army Senior Review Panel on Sexual Harassment, 1996, p.11).




MacGregor (1985) began the historical account of the U.S. Army EO Program with a
review of the human rights conditions in the U.S. armed forces in World War II. During World
War 11, African-American soldiers were admitted to the military in an effort to meet manpower
shortages. The increased wartime mission requirements called for additional troop numbers for
the purpose of maximizing unit effectiveness; However, African-American soldiers were
permitted to serve only in segregated units within the military. Racial integration of the military
forces was the precursor of today’s U.S. Army’s EO program.

Racial Integration of the U.S. Armed Services

The early directives that mandated the racial integration of the Army remain the basis of
today’s policies that protect equality for all soldiers (MacGregor, 1985; USDA, 2005). Brigadier
General James L. Collins, while serving as Chief of Military History for the Defense Historical
Studies Program, described the armed services as leaders in the establishment of integration,
securing the civil rights of all races. The armed forces are among the first of major institutions
that addressed the subject of racial integration in the workforce (MacGregor, 1985).

In 1948, President Harry S. Truman issued executive order number 9981, which directed
equal rights for all soldiers, airmen, sailors, and marines in the armed forces regardless of “racc,
color, religion, or national origin” (as cited in Dansby & Landis, 1998, p.87). Truman’s policy
involved a major cultural shift in the U.S. military organization, which took years to accomplish.
From within the military system of Truman’s tenure, there were many advocates for integration
who were working for a cause they felt was right. Additionally, there were many external
influences on military policy from the civil rights movement that was sweeping through the

country at that time (McGregor. 1985; USDA, 2005).



Weissert and Weissert (2002) reviewed the roles of the President in introducing
legislation that establishes U.S. policies. The President, as the Commander-in-Chief of all U.S.
agencies, including the U.S. Military, represents the voice of the people. The most prevalent
concerns of the nation are brought via presidential authority to the forefront of the national
agenda. Following congressional ratification of a presidential proposal, legislative change is
directed through the cabinet. Public interest in national events can be quickly reflected in new
policies by the presidential administration. President Truman’s Executive Order #9981 is an
example of how a President affected change in policy through legislation (Dansby & Landis,
1998).

According to MacGregor (1985), equal opportunity and equal rights for all U.S. citizens
were a volatile subject in the 1940s. In 1946, President Truman brought equal rights forward as a
national agenda by establishing the Truman Committee on Civil Rights. The multiracial Truman
Committee recommended integration of the Armed Forces. President Truman asked Congress to
consider the equal rights of African-American citizens as the nation’s top priority. As
Commander-in-Chief of the Armed Forces, Truman was able to convince Congress to pass
legislation integrating the armed forces, which changed the course of American history.

However, this legislation that mandated integration of the armed forces would take many
years to accomplish (MacGregor, 1985). It wasn’t until six years later. in 1954, that the
dissolution of the last all-Black military unit completed the integration process. Cost efficiency
was championed as a major impetus for assimilation of the troops: the maintenance of separate
billeting, mess halls, and supplies for the segregated troops was costly. Ultimately, commanders
integrated their units to preserve resources during the Korean War, which lead to the widespread

practice of desegregation in the military (MacGregor, 1985).



Amidst the social unrest just outside the military reservations, military leaders realized
desegregation of the military units had to be followed by integration of the military bases as well
as the civilian communities surrounding them. In 1963, Secretary of Defense McNamara directed
a plan that extended the tenets of racial equality and equal opportunity to the civilian
neighborhoods surrounding military bases (MacGregor, 1985). The Civil Rights Act of 1964
championed most of the integration advances during the 1960s in the civilian community (Fried
& Johnson, 2002).

The EO program grew out of the civil rights movement and is based on the Civil Rights
Act of 1964 (USDA, 2005). The late 1960s in the U.S. were distinguished as some of the most
formidable years for the civil rights movement (MacGregor, 1985). In major cities throughout
the U.S., race riots erupted in response to the racial strife experienced in these areas. During the
period 1969-1970, overseas military bases became a focus of racial unrest in the armed services
(USDA, 2005).

Racial discrimination was considered a source of widespread unrest within the armed
forces. Troop morale was at an all-time low due to racial derision (USDA, 2005). As a result,
there was a lack of communication in the units, which caused unit ineffectiveness and decreased
combat readiness (MacGregor, 1985; USDA, 2005).

According to MacGregor (1985), a number of military task forces and studies were
undertaken with the mission of both determining the causes of and the best ways to quell the
turmoil. Secretary of State McNamara formed a new directorate to address the challenges
associated with racial unrest in the Armed Forces. In 1963, the Equal Rights Branch was
established in the office of the Army’s chief of staff for personnel, giving it the status of an

Army staff directorate. Secretary of State McNamara appointed Alfred B. Fitt as the first civil




rights deputy. Fitt wrote Secretary McNamara’s EO directive. He considered the EO program as
a morale issue for the military and expanded its philosophy to include the definition of a positive
command climate. When all members of the unit perceived they were treated with equanimity, a
positive command climate was fostered, which maximized unit efficiency. The EO program also
provided the unit with a mechanism for processing soldier’s complaints based on unequal
treatment. McNamara formalized the EO program as a unit commander’s program in January,
1965, establishing EO program guidelines as a command responsibility. To ensure command
compliance, the directives of the EO program were added to command job descriptions and
performance appraisals (MacGregor, 1985).

In the ensuing five years, another major directorate initiated the creation of the Defense
Race Relations Institute (DRRI) for the purpose of managing the EO program management.
Today, the DRRI is known as the Defense Equal Opportunity Management Institute (DEOMI).
In the 1970s, General Creighton Abrahams, commander of U.S. troops in Vietnam, identified
racial unrest as a major problem affecting combat performance. As a result of the
recommendations of the Pentagon’s Task Force on Education on Race Relations (known as the
Theus Committee), the DRRI was founded at Patrick Air Force Base, Florida. Since then. it has
served the Department of the Defense (DOD) as the training and research center for the EO
program for the armed services (Stewart, 2000).

Equality of Women in the U.S. Armed Services
Simutis, Harris, and Gantz (2002) reported that following the challenge of racially

integrating the armed forces, the next salient human resource management issue in the military
was equality of women in the armed forces. The subject of equality based on gender was also an

issue that raised the consciousness of the American public, as had the subject of racial equality.
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Similar to racial equality, the subject of gender equality was also elevated to the level of
Presidential consciousness through political influence. subsequently becoming part of the
national agenda. New human resource initiatives related to gender equality followed as additions
to the EO program. These new directives reflected expanded employment opportunities for
women in the Army. The U.S. Army Research Institute for the Behavioral and Social Sciences
(ARI) published an historical chronicle entitled “Women in the U.S. Army, An Annotated
Bibliography” (Simutis et al., 2002).

The Civil Rights Act of 1964 opened the military ranks to women. In 1991, the National
Defense Authorization Act expanded assignments of women to combat aircraft, and in 1993,
new policies allowed women aviators to fly combat missions and serve on combatant ships, with
the exception of submarines and amphibious vessels. Furthermore in 1994, the DOD risk rules
opened brigade level and above command positions of ground combat units to women. Since
then, combat positions above the brigade unit level have been opened to females. Combat unit
positions below the brigade level remain designated as exclusively male (Simutis et al., 2002).

The U.S. Army Research Institute for the Behavioral and Social Sciences (ARI)
conducted research to determine the effect of utilization of females in combat support and
combat service support missions on unit performance. The results showed that the percentage of
women in the units had little if any negative effects on unit performance (Simutis et al.. 2002).
The institute’s research also shed light on the effect of combining male and female recruits
during basic training. Improved performance of female recruits was noted in basic training that
included male troops. This was felt to be due to a heightened sense of competition. No
diminution of male training was reported in the combined basic training sessions. Therefore the

military has continued to train male and female recruits together with the exception of combat
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units. Improved readiness and mission effectiveness seem to be related to effective unit training
and leadership (Simutis et al.).
Sexual Harassment in the Military

Fitzgerald, Magley, Drasgow, and Waldo (1999) reported that the Department of
Defense, in its study of sexual harassment, found that 64% of females and 17% of men had
experienced unwanted sexual contact between 1986 and 1988. Subsequently, sexual harassment
emerged as a prevalent human resource topic in the military. Equal opportunity directives have
since focused on laws regulating a workplace environment free of sexual harassment. The 1991
Navy Tailhook incident brought to the forefront reports of sexual harassment of female Navy
sailors by military officers that occurred while all were housed in a hotel attending a military
conference.

Murray (2000) detailed widespread reports of sexual indiscretions among female Army
recruits. Sexual harassment charges against the Sergeant Major of the Army catapulted the
overwhelming concerns of sexual harassment in the DOD into the national limelight. The DOD
responded with a new comprehensive program addressing sexual harassment in the military
named Prevention of Sexual Harassment (POSH).

Department of Defense Policies and Directives

The EO program management policies are initiated by the U.S. President and are passed
down through the governing agencies for commanders to execute and enforce at the unit level.
The Secretary of Defense (SECDEF), currently Robert M. Gates, is responsible for publishing
the DOD policies.

The parent EO policy for all governmental agencies originates in Department of Defense

Directive (DODD) 1350.2, DOD Military Equal Opportunity (MEQ) program. It was recertified
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on November 21, 2003 to reflect the most current changes. The DODD 1350.2 establishes the
DOD MEO program by publishing the policies and standardizing implementation of DOD EO
programs. Additionally, the MEO program assigns accountability for program management to
ensure compliance in carrying out its intent throughout the DOD.

The DODD 1350.2 defines the role of the Defense Equal Opportunity Council (DEOC),
which is chaired by the SECDEF. The DEOC is the parent organization of the DEOMI, for
which it provides funding and oversight (DOD, 2003). The Under Secretary of Defense for
Personnel and Readiness (USD P&R) serves as the deputy chair of the DEOC, a position
currently held by Dr. David S. Chu. The USD P&R is responsible for developing MEO strategy
and procedures and is charged with the oversight of the efficacy of EO program goals throughout
the DOD. This position is also responsible for updating policies or procedures that discriminate
based on “race, religion, color, sex, or national origin™ (DOD, 2003, p. 10).

The Secretaries of the military departments are also members of the DEOC. The DEOC
is responsible for the development and oversight of EO policies and procedures throughout the
DOD. The DEOC is also the parent organization of the Equal Employment Opportunity (EEO)
program, the civilian human relations program within the DOD. The DEOC is charged with EO
program evaluation for the DOD. The DEOC identified equal opportunity as a military necessity
(USD P & R, 1999).

The DEOC described diversity in the military forces as key to maximizing the
availability of best applicants for the all volunteer military forces. It described the EO program as
the commitment from the commander that everyone will be judged on merit, and be protected

from discrimination and sexual harassment (USD P & R, 1999).
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The DEOMI (2003) outlines the principles of EO programs throughout the DOD with the
mission to promote EO for the purpose of optimizing mission effectiveness and unit solidarity
throughout the DOD. The DEOMI also serves as the EO research center for the DOD; one of its
primary investigative products is the Military Equal Opportunity Climate Survey (MEOCS).
DODD 1350.2 directs commanders to use the MEOCS to assess their unit EO climate. an
estimate of the unit’s perceptions of EO. The MEOCS are also an assessment tool for
determining the perceived prevalence of sexual harassment (gender-based discrimination) within
the organization. Commanders are directed to use MEOCS as a tool for monitoring the
effectiveness of their EO program (DOD, 2003).

The DODD 1350.2 directs the DOD leadership to establish and support EO and
affirmative actions, as well as ordering the abolishment of discrimination and sexual harassment
within the DOD (DOD, 2003). In paragraph 4.2 of DODD 1350.2, the DOD (2003) mandates
that the armed forces establish an equitable work place that encourages service members to excel
to their respective potential irrespective of their “race, color, religion, sex, or national origin”
(p.3). The directive specifies that service members will be assessed solely on their mission
capabilities, individual competence, and physical fitness. It further directs the abolishment of all
obstacles thwarting individual advancement due to “personal, social or institutional barriers”
(DOD, 2003, p.3).

The DODD 1350.2 (2003) directs military leadership to eradicate discrimination because
it erodes unit effectiveness and wartime operability. The MEO program prescribes responsibility
for EO program management development to the commanders and those in leadership positions

throughout the DOD. The MEO program further directs commanders to publish affirmative
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action plans (AAPs) with measurable goals and targets to monitor and help ensure fair and
equitable human relations practices (DOD, 2003).

Military leadership is directed to follow DODD 1350.2 (2003) in establishing an
organizational climate of fair human relations practices, known as a positive MEO environment.
The MEO program assigns the DOD chain of command the responsibility for assessment and
adjudication of discrimination and sexual harassment complaints. Additionally, DODD 1350.2
mandates EO program training upon entry into the military, inclusive of all military ranks from
private to general officer (DOD, 2003).

Méreover, DODD 1350.2 also protects equal rights for on- and off-base activities of
military personnel and their families through the use of the commander’s local policies. It
ensures that all recreational, educational, and social activities available to service members and
their families are inclusive with regard to “race, color, religion, age, physical or mental
disability, sex, or national origin” (DOD, 2003, p. 3). Organizations which prohibit membership
based on these criteria are banned from use of government installations, equipment, and supplies.
Accordingly, housing communities surrounding military bases that discriminate are to not be
utilized by military families.

Each military branch translates the DOD directives into service-specific regulations. The
Army guidelines describing the policies and procedures relating to the Army EO program are
found in numerous Army publications, varying in format such as regulatory manuals, pamphlets,
and training circulars. Human relations management is a pervasive part of each Army regulation.
Therefore, it is not surprising that EO permeates almost every section of military personnel

management.
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Army Regulation (AR) 600 (USDA, 2006) outlines the Army Command Policy,
describing the responsibilities and duties of the commander of an Army unit. Chapter six of AR
600-20 identifies U.S. Army EO policies. The EO program ensures each soldier is encouraged to
reach his or her fullest potential, is treated fairly, and equally evaluated based solely on merit,
performance, and capabilities. The purpose of the EO program is to ensure that discrimination is
eliminated. It directs that “mutual respect, loyalty, and shared sacrifice™ be instilled in the
military unit and community (USDA, 2006, p 50). The EO policy is one of the command
directives that is re-established and restated by each new commander upon the assumption of
command of the unit. Commanders are responsible for the development and execution of the EO
program for their unit for the expressed purpose of “enhancing unit cohesion, esprit, and morale”
(USDA. 2006, p. 52). The EO program doctrine in the Army dictates that the command identifies
and remedies discrimination in the unit. The EO policy states that in the U.S. Army, “Soldiers
will not be accessed, classified, trained, assigned, promoted, or otherwise managed on the basis
of race. color, religion, gender, or national origin” (U.S. Department of the Army. 2005, p. 1-2).

Equal Opportunity Principles in Healthcare

A recent publication from the Association of University Programs in Healthcare
Administration and the Foundation of the American College of Healthcare Executives addresses
human resources management in today’s healthcare industry (Fried & Johnson, 2002). This
instruction manual focuses on recent developments in personnel management designed for
maximizing healthcare workforce productivity. Each chapter focuses on the importance of
human resources management (HRM) as a key factor in the delivery of quality healthcare.
According to Fried and Johnson, these manuscripts elucidate the transformations needed in the

field of healthcare HRM to successfully prepare the industry for the future. It is the hope of the
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authors that those with a future in healthcare administration will learn from the ideologies
presented in their book as they feel the principles presented are critical to the armamentarium of
a healthcare administrator in today’s healthcare setting. The Army EO program is based firmly in
HRM principles, as illustrated through the principles propagated throughout this healthcare HRM
text (Fried & Johnson).

As depicted by Fried and Johnson (2002), the human resources demographics of an
organization are among the fundamental cornerstones of the workplace organizational climate.
The recent changes in demographics of American society have resulted in a changing human
resource strategy responsible for the management of this increasingly diverse workforce.
Diversity of an organization should reflect the diversity of the population available to fill those
positions. While this statement represents a sound sociological principal, additional justification
is also prevalent from an economic and business standpoint. Organizations which reflect the
diversity of the population are more successful than those that do not. Workers are motivated
when they observe persons of similar racial, gender. and ethnic backgrounds serving in
leadership positions. Diversity is related to recruitment and retention success, as minorities who
feel they have no future of promotion in an organization tend to change organizations in favor of
those that exhibit a leadership representative of a diverse workforce (Fried & Johnson, 2002).

The culture of the healthcare organization is the basis for the human resources plan. The
medical treatment facility (MTF) is representative of the Army healthcare organizational culture.
Culture is a complex concept in which the history, ethics and ideals of the organization coalesce
to create its set of values (Fried & Johnson, 2002; Shortell & Kaluzny, 2000). Culture 1s
responsible for establishing the internal environment of the organization; therefore, it is the basis

for the HRM plan of the organization. The internal environment, as determined by the
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organizational culture, determines the way individuals are treated in an organization (Fried &
Johnson).

The policies and procedures establishing the rights and responsibilities of the members of
the organization are based on the responsibility of the organization to protect its workers.
Human resources management is based on legislation regulating employment in the U.S. A large
part of the employment legislation in the 1960s was enacted to eradicate unfair prejudice and
illegal discriminatory acts in the workplace. Discrimination is classified as illegal when it is
based on distinguishing traits of the employee which are not related to the job, such as race, sex,
or ethnic group. Hiring or firing based on resume or job performance is legal discrimination and
an expected part of how organizations function to maximize their workplace productivity.

Likewise, the Army EO program was based on the principles of the Civil Rights Act of
1964, Title VII (Fried & Johnson, 2002). This law protects U.S. employees from discrimination
and bans sexual harassment in the organization. Organizational productivity is maximized when
illegal discrimination is eradicated. One theory of why discrimination hinders organizations is
that illegal discrimination limits the pool of qualified applicants (Fried & Johnson).

A key element of an organization’s human resources plan is the successful identification
of individuals within the organization who are essential for the creation of the strategy, called the
“internal key stakeholders” (Fried & Johnson, 2002, p. 13). In the MTF, the key internal
stakeholders are the soldiers and civilian employees who work in the military hospital. The
healthcare workers or key stakeholders in the MTF consist of physicians, nurses. healthcare
administrators, and senior non-commissioned officers. This leadership group shares the
responsibility of carrying out the duties and responsibilities of executing healthcare delivery in

the MTF. Each occupation has its unique interests and goals within the MTF, therefore
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necessitating various approaches to their management. A fundamental element of HR
management strategy in the military is the EO program; therefore. the HR strategy is
implemented through training designed to motivate and encourage each person in the medical
treatment facility to treat every person with dignity and respect (Fried & Johnson, 2002).
Another critical component in establishing a successful HR strategy for a healthcare
organization is creating and preserving a workplace environment that is conducive to growth and
fosters development of those who work in the organization (Fried & Johnson, 2002). The Army
EO program particularly focuses on unhealthy influences that have plagued the military
organization in recent years. For example, the “no tolerance” rule for sexual harassment and the
elimination of extremist or hate groups has been a focus of the EO program. Furthermore, the
recognition of diversity in the military unit through commemorations of various racial, gender,
and ethnic and religious groups serves to foster communication and understanding among
subcultures within the unit (USDA, 2005).
Equal Opportunity Program Elements
The intention of the Army EO mission as described in The Commander's Equal
Opportunity Handbook, (USDA, 2005) is to optimize organizational performance by
empowering each individual with a supportive workplace environment. Individual advancement
must be entirely based on “merit, fitness and capability in support of readiness” (p. 1-2). The
purpose of the EO program is to provide a workplace environment where those of disparate
cultures and ethnicity can work together for mission accomplishment. Therefore, the soldier will
not be punished or fail to be promoted due to discriminatory practices on the basis of race or

gender (USDA. 2005). Purposely omitted from the manual are the variables of age and disability:
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this omission is due to the overriding constraints of mandatory readiness in the Army (USDA.
2005).

The military’s noble directive of the EO program that individuals be judged on the basis
of their performance rather than by the color of their skin may, on the face, seem to be consistent
with human resources programs of large civilian industries. What renders the military’s EO
program philosophy unique is the fact that directives are based on readiness—that is on the
soldier’s ability to accomplish the military mission. In the military, every soldier is evaluated on
that extraordinarily high standard of military readiness, or ability to perform his or her wartime
mission. Likewise, in the peacetime Army, this high standard is the fulcrum upon which every
military plan rests (USDA, 2005).

The Army’s EO program guidelines have been recently updated to reflect the changes.
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